In today's competitive economy, organizations need to continuously invest in human capital. In the role of business partner, Human Resource (HR) leaders work closely with senior management to attract, hire, develop and retain talented employees. However, in Higher Learning Institution (HLI) sector, having a talented employee is compulsory since this industry is producing and creating a future leader. Link to that statement, higher education should consist of a talented employee of administration and academic division to work together to achieve mission and vision of the organization. Therefore, Ministry of Higher Education (MOHE) has taken an initiative to implement Talent Management (TM) in the university system a few years back. Due to that reason, this study is being conducted to identify the effects of TM towards Performance Management (PM) in selected public universities in Malaysia. Three public universities have been selected in this study which was Universiti Sains Malaysia (USM), Universiti Pendidikan Sultan Idris (UPSI) and Universiti Teknologi Mara (UiTM). Respondents were chosen based on the random sampling techniques and each university has 238 respondents. Information that has been collected will be analyzed by using IBM Statistical Package for Social Science (IBM SPSS). As a result, these three universities revealed that TM towards PMhas showed a medium level of effects. Based on the results, the management of university should take an initiative to improve their current practices of TM to ensure PM of the organization will be increased.
INTRODUCTION
TM is an integrated program that helps many organizations to grow stronger in selecting leaders. Before TM, there are unspecific procedures practiced by the HLI to select leaders. This has made each HLIs has their own version of selecting their leader which sometimes were not representing all voices of the institutions. Therefore, there is no teamwork and cooperation among employees since their voices unheard. Since that, MOHE has been taken an initiative to implement TM in local HLI since TM has proven successful in HLI in abroad. According to Thunnissen, (2016) , to achieve this goal, it is important that there is talent in HLIs should exist in perpetuity and not disappear with the changing times. With the increasing number of HLIs, the demand for quality academician with expertise that is required to be more difficult (Aisyah, .
LITERATURE REVIEW
Talent study shows that TM has major effects on the workforce and can really make the difference. It provides insight into the current state of the employment relationship and the desires and drivers of talented employees. Research shows that TM receives minimal attention within organizations. TM is the capability to create and continuously optimize the talent resources needed to execute a business strategy. possessed by the HLIs graduates and the knowledge, skills, and qualities required by the graduates' prospective employers. 
An Overview of Talent Management

Performance Management Concept
In the case of HLI organizations, however, not much is known about how PM systems work in complex organizations with intricate inner workings like HLIs because they are complex and produce many "goods" and operate within a system of stakeholders, very complex funding, and demands that often prove contradictory (Broadbent & Laughlin, 2009 (2012), there is no universal model of PM in a subtle way. They particularly noted review of literature and practice literature and experience would definitely suggest that there exist a number of elements, which might typically, for the most part, be found in a Performance Management System (PMS), which literally is quite significant.
RESEARCH GAP
In this research perspective, the effects of TM on PM have been done several times either in many organizations especially in the corporate sector. However, in Malaysia perspectives, this research is relatively new. Based on the literature stated earlier, it is showed that research has been conducted in private sector of HLI and not in public sector. Due to that, researcher conducts the research to fill the gap on the effects of TM on PM in public HLIs in Malaysia. Therefore, it is beneficial to other researcher or reader to look deeply into the results obtained in order to have a better sight of TM practices in public HLIs. In addition, the results obtained will contribute to the body of knowledge in TM practices especially in the effects point of view.
METHODOLOGY
In this study, specialists utilized a quantitative strategy to meet to targets that have been illustrated. Besides, this exploration it is a factorial examination think about that uses the review strategy to gather essential information. The research instrument of the investigation is an organized survey and Likert scale arrange is utilized and with the end goal of gathering essential information, a poll was set up for this study. Convenience sampling was used in this study as only the respondents that agreed to participate in this study were selected. The primary data was collected personally by the researcher as an assurance of confidentiality to respondents. A total of 238 questionnaires were given to the respondent and collected at the same time. In analyzing information obtained, researchers decide to use IBM Statistical Package Social Science and in order to meet the objective; researchers used Pearson Correlation Coefficient to find a relationship between these two variables. Three universities have been selected randomly and the respondents were selected according to the sampling design chosen. Table 1 showed an overall correlation of TM and PM in selected public HLIs. Based on the findings obtained, University A showed a higher correlation of TM and PM compared to University B and University C. University A indicated TM was a statistically significant linear relationship with the direction of the relationship is positive and the strength of the relationship was moderate PM(r=0.454, p<0.01). Meanwhile, University B showed TM was a statistically significant linear relationship with the direction of the relationship is positive and the strength of the relationship was low with PM (r=0.264, p<0.01). On the other hand, University C having TM that was a statistically significant linear relationship with the direction of the relationship is positive and the strength of the relationship was low with PM (r=0.150, p<0.01). 
The Relationship between Attracting and Recruiting Talent, Developing Talent and Retaining Talent with Performance Management in Selected Public Higher Learning Institutions
R Square is the proportion of variance in the dependent variable JS which can be predicted from the independent variables (Attracting and Recruiting Talent, Developing Talent, Retaining Talent). University A (R=0.455) showed moderate R-Value which represents a moderate degree of correlation and R Square indicates that 20.7% of the variance in TM scores can be predicted and explained by variables of Attracting and Recruiting Talent, Developing Talent and Retaining Talent. Meanwhile, University B (R=0.212) showed low R-Value indicated a low degree of correlation and R Square indicates that 5.7% of the variance in TM scores can be predicted and explained by variables of Attracting and Recruiting Talent, Developing Talent and Retaining Talent. Lastly, University C (R=0.105) showed low R-Value indicated a low degree of correlation with R Square indicates that 1.1% of the variance in TM scores can be predicted and explained Table 6 .12. Next, explanation according to selected public HLIs will begin with University A. In this case, there were N=238 respondents, s the df for the total is 237. Thus, the model has 4-1=3 degrees of freedom. The Residual degree of freedom is df total minus the df model, 237-3 is 234. Mean square for the regression is 13.187/3 = 4.396 and mean squares for the Residual, 50.625/234 = 0.219. Symbol of F and Sig explained about F-value is the Mean Square Regression (4.396) divided by the Mean Square Residual (0.219), yielding F= 20.073. The p-value associated with this F-value is very small (0.00). Then, p<0.05 which is less than 0.05 and it brings to the regression model statistically significantly predicts the outcome variable. Thus, independent variables consisting of Attracting and Recruiting Talent, Developing Talent, Retaining Talent can be used to reliably predict JS (dependent variable). Therefore, in University A, based on Table  6 .13, the independent variables statistically significantly predict the dependent variable, Moreover, explanation according to selected public HLIs will continue with University B. In this case, there were N=238 respondents, s the df for the total is 237. The model degree of freedom corresponds to the number of predictors minus 1 (K-1) and the intercept is automatically included in the model and becoming 4 predictors. Thus, the model has 4-1=3 degrees of freedom. The Residual degree of freedom is df total minus the df model, 237-3 is 234. Mean square for the regression is 10.435/3 = 3.478 and mean squares for the Residual, 37.316/234 = 0.162. Symbol of F and Sig explained about the F-value is the Mean Square Regression (3.478) divided by the Mean Square Residual (0.162), yielding F= 21.530. The p-value associated with this F-value is very small (0.00). Then, p<0.05 which is less than 0.05 and it brings to the regression model statistically significantly predicts the outcome variable. Thus, independent variables consisting of Attracting and Recruiting Talent, Developing Talent, Retaining Talent can be used to reliably predict JS (dependent variable). Therefore, in University B, according to Then, explanation according to selected public HLIs will end with University C. In this case, there were N=238 respondents, s the df for the total is 237. The model degree of freedom corresponds to the number of predictors minus 1 (K-1) and the intercept is automatically included in the model and becoming 4 predictors. Thus, the model has 4-1=3 degrees of freedom. The Residual degree of freedom is df total minus the df model, 237-3 is 234. Mean square for the regression is 9.093/3 = 3.031 and mean squares for the Residual, 50.787/234 = 0.220. Symbol of F and Sig was indicated about the F-value was the Mean Square Regression (3.031) divided by the Mean Square Residual (0.220), yielding F= 3.808. The p-value associated with this F-value is very small (0.00). Then, p<0.05 which is less than 0.05 and it brings to the regression model statistically significantly predicts the outcome variable. Thus, independent variables consisting of Attracting and Recruiting Talent, Developing Talent, Retaining Talent can be used to reliably predict JS (dependent variable). Therefore, in University C, according to Table 6 .9, the independent variables statistically significantly predict the dependent variable, F (3,234) = 13.777, p<0.05 In next calculation, it will explain about coefficient of the relationship between TM and PM based on selected public HLIs. In University A, in terms of the variables used in this example, the estimated multiple regression equations are:
PM predicted = 1.564+0.216Attracting and Recruiting + 0.103 Developing +0.133Retaining
This estimate tells about the relationship between the independent variables and dependent variables. These estimates tell the amount of increase in a PM that would be predicted by a one unit increase in the predictors. The coefficient for Attracting and Recruiting 2017 , Vol. 7, No. 9 ISSN: 2222 Talent is 0.216. Hence, for every unit increase in attracting and recruiting talent score, researchers expect a 0.216 point increase in the PM score keeping the scores for variables developing talent and retaining talent fixed. This is statistically significant (p=0.00<0.05). The coefficient for Developing Talent is 0.103. Hence, for every unit increase in Developing Talent score, researcher expects a 0.103 point increase in the PM score keeping the scores for variables attracting and recruiting talent and retaining talent fixed. This is statistically significant (p=0.000<0.05). The coefficient for Retaining Talent is 0.133. Hence, for every unit increase in Retaining Talent score, researchers expect a 0.133 point increase in the JS score keeping the scores for variables Attracting and Recruiting talent as well as developing talent is fixed. This is statistically significant (p=0.00<0.05). Symbol of t and Sig. was a constant is significantly different from zero at the 0.05 alpha level as in p=0.00<0.05. However, having a significant or non-significant intercept is seldom interesting (Parmjit, 2009).
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Therefore, in University A, based on Table 6 .14, a multiple regression was run to predict PM from attracting and recruiting, developing and retaining talent. These variables statistically significant predicted, This estimate tells about the relationship between the independent variables and dependent variables. These estimates tell the amount of increase in the PM that would be predicted by a one unit increase in the predictors. The coefficient for Attracting and Recruiting Talent is 0.928. Hence, for every unit increase in attracting and recruiting talent score, researchers expect a 0.928 point increase in the PM score keeping the scores for variables developing talent and retaining talent fixed. This is statistically significant (p=0.00<0.05). The coefficient for Developing Talent is -0.176. Hence, for every unit increase in Developing Talent score, researcher expects a -0.176 point decrease in the PM score keeping the scores for variables attracting and recruiting talent and retaining talent fixed. This is statistically significant (p=0.000<0.05). The coefficient for Retaining Talent is 0.195.
Hence, for every unit increase in Retaining Talent score, researchers expect a 0.195 point increase in the PM score keeping the scores for variables Attracting and Recruiting talent as well as developing talent is fixed. This is statistically significant (p=0.00<0.05). t and Sig. indicated the constant is significantly different from zero at the 0.05 alpha level as in p=0.00<0.05. However, having a significant or non-significant intercept is seldom interesting (Parmjit, 2009). Therefore, in University B, based on Table 6 .14, a multiple regression was run to predict JS from attracting and recruiting, developing and retaining talent. These variables statistically significant predicted, This estimate tells about the relationship between the independent variables and dependent variables. These estimates tell the amount of increase in the PM that would be predicted by a one unit increase in the predictors. The coefficient for Attracting and Recruiting Talent is -0.091. Hence, for every unit decrease in attracting and recruiting talent score, researchers expect a -0.091 point increase in the PM score keeping the scores for variables developing talent and retaining talent fixed. This is statistically significant (p=0.000<0.05). The coefficient for Developing Talent is 0.118. Hence, for every unit increase in Developing Talent score, researcher expects a 0.118 point increase in the PM score keeping the scores for variables attracting and recruiting talent and retaining talent fixed. This is statistically significant (p=0.000<0.05). The coefficient for Retaining Talent is 0.077.
Hence, for every unit increase in Retaining Talent score, researchers expect a 0.077 point increase in the PM score keeping the scores for variables Attracting and Recruiting talent as well as developing talent is fixed. This is statistically significant (p=0.00<0.05). Symbol of t and Sig. indicated the constant is significantly different from zero at the 0.05 alpha level as in p=0.00<0.05. However, having a significant or non-significant intercept is seldom interesting (Parmjit, 2009).
Therefore, in University C, based on Table 6 .14, a multiple regression was run to predict JS from attracting and recruiting, developing and retaining talent. These variables statistically significant predicted, PM, F (3,234) = 13.777, p<0.05, R 2 = 0.011. All three variables added statistically significantly to the prediction, p < 0.05 
CONCLUSION
As a conclusion, the researchers found that TM affects PM in overall after done analysis on three selected public HLIs. Based on the results, it shows that University A has greater effects on PM as compared to University B and C. Therefore, it gives a clear picture, which means University A has implemented better TM in their system as compared to University B and C. This study showed that public HLIs actually need a comprehensive method for managing human resources effectively and efficiently due to the increasing competition in HLI.
The situation becomes even more apparent when the country was trying to establish the transformation of education at the primary or higher level education. The top management and staff recognize the importance of TM instead of the management of human resources alone. For public HLIs, TM is associated with the necessary expertise for the development of knowledge in various disciplines to achieve its vision and mission. The developed expertise or talent will carry out their respective roles to be translated for the socio-economic development. In this case, it is important for the public HLIs to maintain their expertise to ensure the longlasting achievement. TM will ensure the continuation of existing coatings in the construction and development of science and the smooth transition of power without any doubt among the public HLI. 2017 , Vol. 7, No. 9 ISSN: 2222 Although the method of implementation is inconsistent and the program is not integrated as the purpose for each program is varied, however, it can be concluded that TM exists in the public HLIs. Many faculty members do not know or are not aware of the existence of the concept of TM in each HLI. It is undeniable that some academicians are aware of its existence, but most of them did not know its significance. This is because the flow of information does not apply either to the top management for the academicians. In fact, some public HLI has already implemented a form of TM but because it does not spread and is not conducted with transparent and the desired goal cannot be achieved. There are similarities in the implementation and practice of the program in public HLIs which have experienced the TM and they could be improved to ensure the effectiveness of HRM.
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